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The Zimbabwe Women's Bureau has a leadership training
program for its participants in various development
projects. The problem that this research dealt with was
to identify additional leadership skills that the
participants determined were needed to make their training
more viable. The research tried to answer the following
questions:
1. What is the typical educational background of the
respondents?
2. Is there a relationship between (a) the level of
education, (b) the district, (c) the area, and (d) the
position, to the level of interest in training?
The research design was based on the use of
descriptive techniques of methodology including content
analysis of the existing program and a questionnaire which
was administered to each member of the sample population.
The sample group of 102 was selected from the six districts
of operation by the Zimbabwe Women's Bureau.
The questionnaire reflected 15 areas of leadership
skill. The 15 leadership skills were (a) problem solving,
(b) organizational ability, (c) decisiveness, (d) judgment,
(e) leadership, (f) sensitivity, (g) stress tolerance, (h)
written communication, (i) oral communication, (j) personal
motivation, (k) economic theory, (1) managing rural
enterprise, (m) human resource management, (n) management
of other resources, and (o) governmental relationships.
The definitions for each of the first ten skills are
credited to Paul Hersey, as they are used by the National
Association of Secondary School Principals (NASSP). The
definitions of the remaining five are credited to the
International Academy of Management.
Each member of the sample was asked to rank the level
of competency on a Likert-type scale on each skill,
according to (a) the degree of skill/knowledge in the area
and (b) the level of interest in obtaining additional
training in the skill area. Data were collected firstly
through the determination of leadership skills currently
being emphasized by the Zimbabwe Women's Bureau. Secondly,
data were collected through the administering of the
questionnaire to the sample population. Additional skills
were determined by contrasting the above.
Leadership skills currently being emphasized by
the Zimbabwe Women's Bureau were determined through
content analysis of the training materials being used
by the Bureau. The data from the questionnaire were
analyzed using the SPSS statistical program. Frequency
distributions and chi-square values at the .05 level were
determined.
The major finding of the research was that the level
of interest in training in all skill areas tested was
significant. The respondents indicated an interest in
receiving additional leadership training in all the skill
areas in the questionnaire. The major implication of this
research is that additional leadership skills are needed
by the Zimbabwe Women's Bureau. It was recommended that
the Zimbabwe Women's Bureau incorporate the leadership
skills identified in this research into their current
leadership training program for its participants in
development projects.
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The purpose of this research is to assess the
additional leadership skills needed by the Zimbabwe
Women's Bureau. A rationale will be given as to the
relevance of the study at this particular time. This will
be followed by a conceptual framework within which the
problem will be best understood. In order to accomplish
this, the analysis will provide a historical examination
of the role of African women through to the present and in
light of the current process of development. An
appropriate review of the literature will be given. The
method to be used to collect the data will be stated
followed by an outline of the statistical tools to be used
to analyse the data.
Rationale
Starting in the early 1970's there has been much
interest in the role of women in national development
(Nelson, 1981). Esther Boserup's pioneer study. Women's
Role in Economic Development (1970), was among the
earliest. Since then increasing attention has been
directed to different aspects of women and development in
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various parts of the developing world. Findings indicate
that women have remained largely marginal to these
processes (Nelson, 1981). The full utilization of this
potential human resource is now seen as necessary.
Women's programs are now being integrated into the
social and economic development efforts of developing
countries. Reports indicate these programs are
contributing to the productivity of these countries,
however, expected results have not met early projections.
One reason often cited in is the lack of appropriate
training for participants. In order for innovative
training programs to be delivered, it is necessary that
research to determine the leadership needs for
implementing effective training programs by such groups as
the Zimbabwe Women's Bureau be carried out. In order to
fully appreciate the significance of the above, it is
important to understanding the role of women in light of
the current process of development.
Conceptual Framework
Traditionally, African women have played significant
roles as agents of change within their own societies.
They have not only been mothers, wives and daughters, but
rulers also. In cases where they were not rulers, they
usually acted collectively to influence policy within
their sphere of control through voluntary associations or
through institutions parallelling those of men. Women in
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Africa have joined together for centuries in organizations
whose goals ranged from the narrowly economic to the
broadly social and political. Probably most common are
those associations surrounding commerce (Bay & Haskins,
1983) .
With the coming of colonial rule, African women lost
some of the prerogatives and rights they had previously
enjoyed. The introduction of colonialism brougt new
social, political, judicial, and economic structures with
the colonized state becoming more or less an extension or
peripheral to the colonizing country (Amin, 1982).
Colonization of the African countries can be directly
attributed to the merchantilistic expansion of Europe
which resulted in the industrial revolution. The
industrial revolution gave way to a periphery whose
function was to produce products which would tend to
reduce the value of both constant and variable capital
used at the centre (Amin, 1982). This resulted from the
fact that the periphery, which was in most cases the place
where raw materials were obtained, supplied these raw
materials at minimal production costs and investment by
the European trading companies at the centre (i.e., the
European headquarters of these trading companies). With
the establishment of monopolies at the centre, large scale
exports of capital was made possible and when central
capital had the means of organizing directly at the
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periphery by modern methods, the production which suited
it under appropriate conditions. The favorable condition
at the periphery was further enhanced by the availability
of a cheap and massive labor. This labor pool consisted
mostly of the men who were called upon to work at the
sites of production to prepare the raw materials for
export to the centre where final production and processing
took place.
This type of trading practiced by the colonialists
produced a pyramidal shape of the trade network in which
the settlers, as in the case of Southern and Eastern
Africa, and the Lebanese in West Africa occupied the
intermediate positions, while the former African traders
occupied subordinate positions. The net result of these
procedures and structures, that the colonialists gave rise
to, are still in operation today. Today the periphery of
the pyramidal structure is dominated by the various
African governments, the intermediate zones by the African
businessmen and other traders and at the bottom are the
rest of the population including women (see Diagram 1) .
This pyramidal structure fits into a larger international
labour force and economy creating a dependency
relationship of the countries at the periphery to the
countries at the centre.
From Diagram 1, one can see clearly that at the top








depend on the various developing country governments for
various goods and services, which are needed in their
respective home countries--Europe, U.S.A., and Japan. The
developing country governments in turn depend on the
workers below them to produce the goods and services. The
smaller pyramid within the larger pyramid depicts the
structure occurring in the developing country itself. At
the top of the pyramid is the national leadership of the
developing country who plan the direction of the national
economy. Below them are the various businessman and
traders who expedite some of these plans. Few women play
a significant role here. At the bottom of the pyramid are
the workers. In the waged, skilled, and semiskilled
sectors, men dominate and women can be found predominantly
in the nonwaged and unskilled sectors of the economy. In
fact, up until recently, women were not even considered as
contributors to the modern national economy.
This dependency relationship has had many consequences
and we will focus here on the economic impact which
resulted in the creation of dual economies. the
traditional and the modern. Work came to be measured
according to contribution to the national product derived
from the input of the "gainfully employed" who in most
cases were the men (Nelson, 1983). Women's work was
considered inferior, traditional and oriented toward
domestic production and reproduction (Steady, 1983) . With
7
the integration of men into the international labor
economy, it was women who ended up constituting the vast
majority of the traditional economy. Writing on this
issue, Wilson contends that;
The underdeveloped nature of the rural economy
and of certain sectors of that economy,
particularly those areas that were not directly
and immediately beneficial to the colonial
order, often were those areas dominated by
women. In some cases this was considered an
oversight, given the mistaken Western
assumptions concerning the role of African women
in the economy of their communities. In other
cases this was a deliberate selective decision
based on the priority given to drawing African
village men into the economy through such
activities as the production of cash crops,
taxes on cattle and land, and forced labor.
(Wilson, 1985, p. 5)
Because of these deliberate and drastic changes in the
social structure, African women were called upon to do
more work than before as each household and each community
struggled to regain some of its balance following the
significant loss of its male labor.
With the current crises of hunger and food shortage
over most of Africa, this fact becomes more crucial at
this point. According to the latest statistics, "there is
a crises in the growth of agricultural production in
sub-saharan countries as a whole. In fact, growth of food
production has been about 1.8%, less than two-third of
total population growth" (Green, 1985). Since women
comprise 60-80% of the argicultural labor in Africa and
dominate the marketing and processing of argicultural
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products, the argument for the inclusion of women in the
development process by their participation in issues
concerning the food crises becomes even more crucial
(Tinker, 1981). Writing on "New Technologies for Food
Related Activities: An Equity Strategy" (Tinker, 1981)
contends that "women's responsibilities to help feed their
families are becoming harder to fulfill as modernization
restricts traditional activities which enable women to
grow or earn food. Greater income-generating activities
for women will have a more immediate positive impact on
food and health of the overall rural population."
The above statements go far to argue for the need of
women in development to have knowledge and skill in
appropriate technology and its management, and in the
management of rural enterprises. This has had its own
consequences. Since the mid-1970s, there has been an
increased incidence of poverty of households headed by
women. This has been attributed to the lack of productive
resources and to economic development which resulted in
male labour migration and urbanization (Buvinic, 1983).
These facts have given rise to increased interest in
programs pertaining to women and their potential role in
development, and women themselves are in the forefront to
try and help themselves through the formation of women's
organizations and groups, and through networking with
other national and international organizations.
9
One of the goals ana objectives of the U.N. Decade
for Women was the full integration of women in the total
development effort. It was felt that "women's integration
in development would benefit not only women but the whole
society of men, women and children" (Nelson, 1984). This
has become reflected in the increased involvement of women
in programs that promote the general economic productivity
of their respective countries. Subsequently, in various
countries, there has been an increase in income-generating
projects directed toward women in various development
programs.
While much of the initial emphasis of the Women's
Decade was on equitable distribution of resources between
men and women, the current focus tends to be directed more
towards including women in development efforts for
economic reasons. This change in orientation is largely
due to research results showing that, "exclusion of women
from development projects can be not only missed
opportunity to promote development, but also the basis for
project failure" (Caye & Katus, 1985).
There is also increased attention being paid to
women's organizations as resources. This recognition of
the value of women's organizations is in part a spin-off
from activities related to the U.N. Decade for Women which
provided a focus, legitimacy, and some resources to women,
often through the creation of strengthening of
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governmental and nongovernmental women's institutions.
The result not only strengthened institutions, but also
provided greater access to information about donors,
training opportunities, and projects in other countries
(Caye & Katus, 1985).
Generally, these projects are organized and
implemented by women's organizations under the umbrella of
the government and in line with the government's programs
and policies for national development. Indigenous women's
organizations are viable and committed grassroots
organizations in most of Africa. Women have traditionally
worked together to promote their individual and common
welfare, but in recent years, the potential contribution
of these groups has been increasingly recognized. As a
result, women have been encouraged to use and are using
these groups as a mechanism for the initiation of
development activities (Caye & Katus, 1985).
Zimbabwe as a newly independent nation has fully
committed itself to the full participation of women in its
development process. As part of the war effort for
independence, women participated in all capacities and now
male dominance and female surbodination are seen as
inequities which arose from the colonial era which now
have to be rectified. As a result, many women's groups
and organizations have been initiated including a Ministry
of Women's Affairs. Since independence, Zimbabwe has
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embarked on a path of rural reconstruction and on an
economic policy of "growth with equity" whereby a great
need is seen to bring the vast majority of the people from
rural subsistence into the modern economy. However, as a
consequence of strained national resources, the
responsibility of reconstruction has fallen increasingly
on citizens through local authorities and community-based
organizations (Zimbabwe Women's Bureau Notes, 1981),
The Zimbabwe Women's Bureau is one of the many
organizations that has responded to this challenge for
participation in the reconstruction of Zimbabwe. The
Zimbabwe Women's Bureau was formed in 1978, of various
non-governmental organizations. The main purpose of the
Bureau was to work towards the advancement of the status
of women in society. After independence, the Bureau
extenaed its programs into the rural areas, the focus
being on raising the economic self-sufficiency of women
outside the waged sector by improving their resources and
skills" (ZWB Notes, 1981). In order to carry out its
program, the Bureau has worked to establish a grassroot
oriented program by setting off the development impetus
from the women residing in the rural areas and also from
the poor in the urban areas. Each group works out its own
program while the Bureau provides such supportive services
in the areas of technical resources, maternal and training
resources. The Bureau serves therefore in the capacity of
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an umbrella organization to the many local groups
throughout the country (see Figure 1) .
The Bureau further provides field workers to each of
these areas. The field workers are mostly local people
who have been identified for their active participation in
local development issues. They work with groups to
identify their needs and draw up a program. They also
link the groups with local training and technical
resources provided by governmental extension workers and
other development officials. Furthermore, they provide
the groups with the organizational skills they need to
monitor and evaluate their work. The Bureau channels
material resources to the groups through the field
workers. Further, training in motivation, planning and
project administration provided by the Bureau office is
conducted in liason with the field workers (ZWB Programme
& Projects, 1984). Currently, the Bureau is involved in
locally initiated projects ranging from poultry rearing,
vegetable gardening to crotcheting in all six districts of
Zimbabwe.
In 1981, the Bureau conducted a survey to assess the
needs of women in the rural areas. In light of the
findings, the Bureau put together a plan of action to
better meet the needs of these women. One of the
objectives of this plan is the furtherance of training














Figure 1. Map of Zimbabwe
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In order to further this training of the women, a study to
identify additional skills needed in the training program
was considered appropriate. Since most of the women who
work for the Bureau in implementing, their projects are
mostly involved in leadership positions. A study focusing
specifically on leadership skills rather than on other
skills was regarded as the right choice.
Problem Statement
The problem in this research study, therefore, will
be to determine the additional leadership skills needs for
the Zimbabwe Women's Bureau training program. This will
require determination of the leadership skills already
being provided for women leaders by the Zimbabwe Women's
Bureau, and the subsequent identification of additional
skills needed in successful implementation of the Zimbabwe
Women's Bureau programs. Even though the major thrust of
this study is to identify additional skills needed, the
following questions will be asked.
Questions. The study will also aim to answer the
following questions.
1. What is the typical educational background of the
respondents?
2. Is there a relationship between (a) the level of
education, (b) the district, (c) the area, and (d)
position to the level of interest in training?
3. What are the most highly ranked skill areas in
the level of interest in training?
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4. What are the lowest ranked skill areas in the
level of interest in training?
Limitations
This study will limit itself to the assessment of
additional skills of the Zimbabwe Women's Bureau
leadership training program. It is also limited to the
leadership skills needed for implementing women's rural
development projects within a developing nation,
specifically in Africa.
Significance of the Study
The study findings will be of great significance to
the Zimbabwe Women's Bureau. The findings of their
earlier study indicated that the current role played by
women in the rural areas as active, but unacknowledged
producers, mostly agricultural, both for family
consumption and for sale. In order to enlarge this role
and still meet the needs of these women, the Bureau laid
out a plan of action for the next five years. The
findings of this study will help them better implement
their programs. The findings will also help decision
makers in the Women's Bureau, other similar organizations
in Zimbabwe or other developing countries, and government
officials in determining the leadership skills required to
ensure effective and successful implementation of
programs, particularly by the Zimbabwe Women's Bureau as
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they embark on their five year development plan. Agencies
like The Agency for International Development and other
donor organizations will be able to use the findings of
this study to evaluate agency sponsored training programs
in developing countries and as a basis for initiating more
innovative training programs for development projects.
Chapter 2
Literature Review
After review of the vast literature pertaining to
women, women in development, rural development, skills
development, and leadership development, the literature
review section was then divided into four basic areas
which were considered to encompass the needs of the ZWB's
programs and projects and their successful implementation.
The four areas covered were: (a) the current state
of skills training available for women in projects in
developing countries, specifically in Africa, (b) skill
development in business and educational administration,
(c) skill development focusing on women generally, and (d)
skill development in developing nations generally.
Current State of Skills Training for
Women in Developing Countries
With recent developments, women are not only seen as
mothers, wives or sisters, but also as viable producers,
distributers and consumers, and in fact constitute a major
labor force especially in the informal labor sector
(Steady, 1983). With their increased participation in the
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development processes, various studies and writings have
been done concerning the effectiveness of these projects
and the identification of additional skills needed to
improve their overall performance.
At a recent U.N. End of Women's Decade Conference and
Non-Governmental Organization World Forum (West Africa,
1984) held in Tanzania, it was noted that "many
governments had made efforts to mobilize women for income
generating activities through women's groups spread
throughout the rural areas and in some urban centers."
The report goes on to state that "the performance of these
women's groups has however been seriously affected by poor
planning and management of resources, lack of managerial
skills and proper guidance, lack of initial capital for
starting programs and inadequate marketing opportunities
for their commodities."
Writing on African women and the impact of the
industrialization, Filomina Steady emphasized the need for
skills training, investment availability and access to
credit as needed in making women's projects more
successful. She sees training in terms of the acquisition
of technological expertise for both men and women (Steady,
1983) .
In a U.N. Economic Commission for Africa sponsored
survey on selected handicraft projects in English-speaking
African countries, one of the major findings was the lack
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of organization and management skills of the women
involved in these projects (U.N.ECA Report, 1974) . In an
earlier study by the U.N. Human Resources Division of the
EGA on the utilization of women in Economic Development,
it was found that women needed more equal access to
training facilities (U.N.Report, 1975). The following
year the U.N.ECA (United Nations Economic Commission on
Africa), the Food and Agricultural Organization and the
Netherlands Government conducted five workshops in
Ethropia for trainers in home economics and other family
oriented fields. The aim of the workshops was to broaden
and upgrade the content and methods of educating trainers
who work with women in rural areas. The need for training
was again highly emphasized in their final report
(U.N.Report, 1973).
Nici Nelson, a well known writer on women in
development, (1983) analyzed case studies of two rural
development schemes, one an Animation project in Niger and
the other a Population Planning project in Bangladesh.
She identified some of the problems and difficulties
facing projects designed for rural women as "lack of
appropriate training and staffing," the process in the
selection and organization of specific development
activities and the popular participation of the local
women.
The need for training of women involved in development
projects has been established, so has the fact that women
play an important role as producers, distributers and
consumers. It has also been established that their
continued intergration into the larger economy requires
training in various skill areas. The training and
upgrading of skills is now seen as important, hence the
setting up of various training centers in the various
countries. An African Training and Research Center for
Women was set up in 1975 by the U.N. Economic Commission
for Africa and is based in Ethiopia. One of the concerns
of the center is conducting training courses. Most of the
training in the early inceptions of the training centers
were in such areas as domestic science, nutrition,
hygiene, arts and crafts. Currently, as we have seen, the
emphasis of the need for training is in organizational
skills. Specific skills have not clearly been identified
especially in the area of leadership training. It can be
seen that leadership capabilities and leadership training
have potential for promoting economic independence for a
population sector often relegated to the subsistence
sector (Jacobs, 1984) .
General Leadership Skills Development
in Business and Education
Flexibility has been characterised as the aspect that
separates consistently successful leaders from the less
successful. Hersey and Blanchard (1977) used the
expression situational management. Regardless, the
leader's performance is believed to encompass the specific
skill areas with the inclusion of this capacity for
decisions that reflect worker attributes and the
particular tasks involved, for example, directiveness and
supportiveness which will determine effectiveness in a
situation.
A number of skills have been identified as critical
to leadership; problem analysis, organizational ability,
decisiveness, judgment, leadership, sensitivity, stress
tolerance to name seven {Hersey, 1984). Written and
verbal communication skills, personal motivation and range
of interests are less quantifiable aspects of the skill
bank of selected leaders.
Whatever the vocabulary for categories of effort, the
skill areas appear to be similar, whether it is Drucker's
(1957) key result areas or American Management Associates
functions of planning, organizing, directing, coordinating
and controlling. Drucker came up with these key result
areas during a study he conducted at General Electric
using interviews, personal questionnaires and systematic
observation techniques. Drucker's task areas are
described in terms such as close to the customer,
productivity, innovation, financial resources, employee
performances, management development and community
responsibility.
For Peters and Waterman (1983) qualities of excellent
companies are drawn from a different magnitude of
operations; however, the essentials of well led companies
are instructive in generic applications. In their study
of excellent companies in which indepth interviews were
utilized, they came up with what they call the
transformational leader. According to them, this leader,
who articulates new values or goals to meet changed
environments, reemphasizes or streamlines old missions;
displays certain skills which include the following:
environmental scanning (notices when change will be
required), stakeholder analysis (balancing the goals of
the organization with the goals of the various interest
groups or stakeholder) , and creating a vision (creating
commitment and institutionalizing change) -(Levine, 1985).
Cawelti (1985) has concluded these to be responsiveness
and empowering of individuals to analyze problems and plan
corrective action.
In a study conducted by John Adair in which he
administered questionnaires to various leaders in the
business community to obtain a skills inventory on what
makes better leadership that would ensure achievement of
their companies potential, success, he came up with an
interesting insight. The study covered such American
companies as GTE, and in Britain of such companies as
British Rail and Hambrois Bank. The skills inventory
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obtained by Adair revealed the need by leaders to create
an espit de corps or in other words a team spirit (Adair,
1985). This was emphasized as important since the synergy
created supports and sustains the individuals in the
group. The significance of this study, to the present
study, is that it shows that an important skill for a
leader to have is the ability to create a team spirit.
This skill in turn sustains and supports the individuals
within the group. As broad as this skill is in this
definition, it can however encompass such skill areas as
sensitivity, problem solving, and stress tolerance
according to the inventory being used for this study.
In their acclaimed book. The Sweet Smell of
Excellence; The Leadership Difference, Thomas Peters and
Nancy Austin (1985) conducted a study on large and small
companies in the U.S. that exhibit excellence. Through
interviews and questionnaires, they came up with what they
consider the five skills of the leader. These five
leadership skills identified were (a) the ability to
educate, (b) to sponsor, (c) to coach, (d) to counsel, and
(e) to confront. They also make mention of what they call
roving leadership. This type of leadership is the same as
"management by walking around" as described in, "In Search
of Excellence," by Peters and Waterman (1983).
In a study by Green, Krippen, and Vincelette, which
focused on a management development and training program
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and looked specifically into skills transfer, they came up
with the following results. They defined and identified
the following skills that would be required by a manager
to accomplish set goals through people. The skills were;
motivating, delegating, evaluating performance of sub¬
ordinates, setting goals with subordinates, interviewing,
giving directions/instructions, disciplining, coaching,
counseling, terminating subordinates, planning, clarifying
communications, listening actively, building self-
confidence, handling conflict, giving positive
reinformcement, taking initiative, coping with stress,
problem solving, and managing time (Green, Krippen, &
Vincelette, 1985).
The NASSP (National Association of Secondary School
Principals) has instituted assessment centers for school
administrators which measure skills needed for success in
a variety of supervisory, managerial and administrative
areas (Moses, 1977). Through such measurement techniques
as group exercises, simulated problem solving and the
traditional methods of interviews and tests, specific
skills are assessed. The original dimensions of behaviour
assessed were inferred from a job study. These were
derived from categorizing and interpreting a large number
of facts and opinions about a job. The final behaviour
dimensions measured by the instrument are: problem
analysis, judgment, organizational ability, decisiveness.
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leadership, sensitivity, written communication, oral
communication skills, range of interests, personal
motivation, educational values and stress tolerance. To
assess these behaviour dimenstions, five exercises are
given four of which are simulations and a semistructured
personal interview.
In another survey in the field of education by
Beatrice Baker at Kent State University in 1980, some
interesting skills were identified as significant for
administrators in the performance of their functions and
responsibilities. The focus of the study was to survey
the importance of chief community service administrators'
job functions and responsibilities, and identification of
the skills they used in the performance of their
responsibilities. The findings of the study were as
follows. The duties and responsibilities that the
administrators emphasized as important were; (a) working
with community groups, (b) extensive advertising of their
programs to the public, (c) strong efforts to locate
resources for their programs, and (d) the time they spend
in planning for their programs and other administrative
duties. Of more significance to the present study are the
skills which were identified as important in the
performance of these duties and responsibilities. These
skills were: (a) motivating and promoting, (b) communi¬
cating, (c) team-building, (d) ability to articulate
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values and philosophy underlying the community service as
part of the educational mission of the college, (e)
understanding power and its use, (f) understanding
financial issues, (g) understanding and use of change
theory and change strategies, (h) understanding
competition and territoriality, (i) planning and
organizing, (j) decision making, (k) program development,
and (1) managing time.
The DeKalb County School System has come up with an
Educational Leadership Evaluation Instrument to assess the
leadership skills of its administrators. The instrument
uses an observation technique followed by a personal
interview. This assessment instrument is called the
"Profile for Assessment of Leadership." The instrument
covers seven specific competency areas which include
leaders ability to demonstrate interpersonal skills,
effective communication skills, decision making, planning
and organizational skills, supervision and evaluation,
professional improvement, and management of time on task.
Each competency has indicators or subcompetencies, and
each indicator is subdivided into descriptors or
behaviors. The instrument is designed to be as low
inference or as low judgemental as possible. A self-
evaluation is also included in the assessment process
(DeKalb County Schools, 1983).
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Skill Development for Women
The purpose of this section was to determine if there
are any unique skills which are peculiar to women striving
for leadership positions, regardless of the field.
Pertaining to specific skills needed in women's leadership
development programs, the literature does not indicate the
unique training needs of women in developmental settings.
What is often cited is the need for the generic leadership
skills as stated by Drucker. A study on the training
needs of women and minorities which focused on the
identification of the unique knowledge, skills and
interpersonal needs of women, and minorities who aspire to
managerial positions revealed that rarely are training
needs uniquely needed by women and minorities
specifically. The conclusion was that women and
minorities need skills in all aspects of management
including planning, organizing, directing and controlling
the goals, functions and human resources of an
organization (Research for Better Schools, 1979).
Judie Rubin (1982), in a study for the National
Institute of Education on developing women's management
programs, identified the following skill areas as
important: technical skills, managerial skills focusing
on the art of supervising or conducting and the use of
means to accomplish ends (planning, organizing,
delegating, directing, disciplining and evaluating).
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Rubin came up with her results after conducting an
extensive review of the literature on women in leadership
positions with specific emphasis on work styles,
leadership styles, personality factors, motivation to
manage, fear of success, sex-role socialization, sexism
and racism, the "male-model" of management, and individual
power acquisition behaviours in the business and
professional worlds. Through extrapolation of this
material, she was able to identify the unique training
needs of women and minorities in management. More
specifically, the areas she came up with fall under three
factors.
The first are the interpersonal factors which
influence interaction between sexes and races. These
include communication skills, coping skills and developing
a personal support network. The second factors are the
intrapersonal which affect the career patterns of women
and minorities. These include such skills as achievement
motivation, assertiveness, career orientedness,
competititiveness, flexible work styles, power acquisition
and teamwork. The third and final factors are the
extrapersonal skills which impact the hiring and entry of
women and minorities into management. These include such
skills as affirmative action, litigation and other legal
avenues, and the male model of management.
Nancy Pitner (1984) conducted a similar study for the
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Women's Development Project at Gouller College in
Maryland. Unlike Rubin, Pitner conducted interviews with
prospective women seeking reentry into the job market and
with business leaders on what they viewed as important
skills needed to be covered by the training program. The
interviews focused on acquired and demonstrated skills in
the areas of technical, managerial and personal skills.
From analysis of this data specific training needs for the
women were then determined. In addition to the generic
leadership functions, other additional skills required by
administrators included substantial cognitive ability,
critical thinking skills, analytical skills (analysis of
expertise, coalitions, ambiguity, time and information),
leadership styles, team building, the managerial grid and
women in management.
In another study by Margaret Kurtz on Management
Training for Women cited decision making, problem solving,
thinking logically, applying analytical methods and
understanding human relations. The National Women's
Center Training Project (1985) focused on needs related to
power and leadership, organizational development, program
and budget development and communication skills as crucial.
Training in Developing Countries
Management/Leadership training and education in
developing countries has expanded significantly since the
1950s when organizations such as the Agency for
30
International Development (AID), the Ford Foundation, and
the International Labour Office were strong early
influences (Roberts, 1983). Roberts (1983) found that
"Effective management training in developing countries
seldom draws fine dividing lines among technical skills,
managerial skills and human relations skills."
Sidney Mailick and Soloman Hobermen conducted a study
that deals with education and was conducted in Israel,
which is considered here as a developing country given the
purpose of the study. The study was to assess the needs
of establishing an Administrative Staff College to the
State of Israel. Training needs were assessed through
review of past programs, their outputs and through
discussions with political leaders, senior civil tenants,
university professors, and other knowledgeable persons.
From the above findings, a plan of action with training
needs was denied.
The significance of the study to the present research
are the training modules derived from the needs
assessment, for they reflect the skills considered
important to the training of the new administrators to be
trained at the new college. The similarity between the
needs assessment to the Israeli College and those to the
Zimbabwe Women's Bureau are there. Both are doing some
pioneer work where a need has risen, and identifying
skills to accomplish that goal.
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The six modules of the skills identified as
significant in each by Mailick and Hobersman are as
follows:
1. Managerial behavior--Leadershipy power, authority,
responsibility, motivation, communication and control.
2. Management practice--Planninq, organizing, imple¬
menting, coaligning, budgeting, controlling and evaluating
activities in complex organizations.
3. Decision making and management science--Nature,
objectives, structure and analysis of decision theory and
application to problems and situations.
4. Change processes in complex organizations--
Diagnosis, intervention, and evaluation to introduce and
manage organizational change and renewal.
5. The resources of management—Processes of
managing human resources, budget and financial constraints
(assumptions, models, evaluation and application).
6. The environment--The political, economic, and
social context within which the Israeli Public Service
functions.
An analysis carried out by the International Academy
of Management, through observation and interviews with
various leaders of international companies and government
officials, showed that:
Developing country managers have needs in a
range of knowledge based and skill based areas.
Some of a more underlying educational nature,
some concerned with practical problems of
32
managing the enterprise (Roberts, 1983). They
stated the following skill areas as important in
a leadership training program for a developing
country; economic theory, managing rural
enterprise, entrepreneurship, human resource
management, management of other resources,
technology and government relationships.
(Roberts, 1983, p. 8)
Information available indicates that developing
economics will expand if women's projects can be
successful on a wide scale. The role of women prior to
colonization as contributors in the major cash crop
economy and as essential players in the socialization
actions has been considerably diminished and requires
specific infusion of ideas and skill whether it comes
internally or as a participate internal/external action.
Substantial participation in the subsistence sector of the
economy, the export economy and/or the cash crop economy
can be reviewed through women's project successes.
The Zimbabwe Women's Bureau has indicated an interest
in having a leadership skills assessment of their training
programs for project leaders. This research effort allows
the opportunity for the assessment of additional skills
needed in ensuring successful leadership training
programs. An analysis, such as this one, intends would
not only be useful to the Zimbabwe Women's Bureau but to
other similar agencies as well.
Currently, the Zimbabwe Women's Bureau training
program focuses on the following skill area; (a)
communication, (b) marketing, (c) planning, (d) budgeting
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(time, labour, and material), (e) maintenance of
equipment, (f) machinery and vehicles, (g) monitoring and
evaluation, (h) adult education approaches, (i) use of
equipment and machinery, (j) public speaking, (k)
management, (1) basic skills in literacy (reading,
writing, and arthematic), and (m) basic skills in sewing
and baking.
Summary
The literature review section has revealed several
important facts. Firstly, research on the current state
of skills available for women involved in development
projects in developing countries revealed that overall
skills training was lacking. Especially, lacking and
essential were those skills of a managerial nature like
planning, organizational ability, and management of
resources.
Secondly, the research on general leadership skills
development in business and education revealed that there
are certain skills which are generic. These were stated
as planning, organizing, directing, coordinating, and
controlling (Drucker, 1957). These were considered
fundamental to any managerial position also. Other
additional skills which cover most of the skills
considered important were problem solving, organizational
ability, decisiveness, judgement, leadership, sensitivity,
stress tolerance, written communication, and oral
communication, and personal motivation (Hersey, 1981).
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Thirdly, the research to determine if there were any
unique skills which women seeking or in leadership needed
revealed that women did not need other skills besides
thsoe generally considered important in any leadership
position as stated above.
Lastly, the research on skills training in developing
countries revealed that besides the general skills, there
are other unique skills a leader would need. These were
stated as economic theory, managing rural enterprises,
entrepreneurship human resource management, management of
other resources, technology, and government relation¬
ships. Furthermore, the skills that the Zimbabwe Women's
Bureau has been focusing on are also stated.
Overall, the above provides a clearer view of what
additional skills should be considered important for women
involved in development projects, especially in developing
countries. Determining of the actual skills needed by the
Zimbabwe Women's Bureau, leadership training program will
be the task of the following two sections.
Chapter 3
Methodology
In order to conduct this study, it was necessary to
(a) determine the existing leadership skills of the
Zimbabwe Women's Bureau training program, and (b) identify
the additional leadership skills needed for their training
program.
Procedure
The procedure used for conducting this study was as
follows;
1. Contact was made with the Zimbabwe Women's Bureau
in order to get permission to use the women leaders as
participants for the study. Permission was granted after
three months of correspondence. Since the findings of the
study would benefit them, they were more than willing to
participate.
2. The questionnaire was then written and approved
by the dissertation committee.
3. The questionnaire was sent to Zimbabwe to the
Women's Bureau from where it was disseminated throughout
the districts.
4. The participants returned the questionnaire back
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to the Zimbabwe Women's Bureau from where they were placed
into a single envelope and mailed back to the researcher.
5. The data was then coded and then analyzed using
the SPSS package.
Research Design
The research design was based on the use of
descriptive techniques of methodology, including content
analysis of the existing program, and a questionnaire
administered to each member of the sample population.
Sample
The population consisted of all those who have gone
through the leadership training program by the Bureau and
who are currently employed by the Bureau. The Bureau, up
to date, has trained at least 500 field workers since the
inception of the training program. The sample group,
sample size of 102, were selected to represent all the
areas of operation by the Bureau. Out of each district,
at least 15 of 17 people were selected for the sample.
Instrumentation
A questionnaire was constructed from the literature
review. The questionnaire is reflective of 15 areas of
skill considered significant by in the fields of
education, government, business, women in leadership and
in development. The skills, therefore, best reflect the
needs of the Zimbabwe Women's Bureau and the programmes
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they have set for the years ahead. The 15 skill areas
tested were; (a) problem solving. (b) organizational
ability, (c) decisiveness, (d) judgment, (e) leadership,
(f) sensitivity, (g) stress tolerance, (h) written
communication, (i) oral communication, (j) personal
motivation, (k) economic theory, (1) managing rural
enterprise, (m) human resources management, (n) management
of the resources, and (o) government relationships. The
definitions of each of the first 10 skills of the
questionnaire are credited to Hersey (1981) as they are
used by the National Association of Secondary School
Principals. The definitions of the remaining 5 skills are
credited to the International Academy of Management as
stated by Roberts (1983) . Each respondent was asked to
rank the areas of competencies, on a Likert-type Scale,
according to the degree of skill/knowledge in the area and
their level of interest in obtaining training in the area.
Data Collection
Data was collected in two phases. The first phase
was a determination of the leadership skills believed to
be essential to the successful implementation of women's
projects in Zimbabwe, specifically those skills currently
being emphasized. The main source for this information
was the training materials currently in use by the
Bureau. This content analysis identified leadership
training objectives in the Bureau training and the skills
being developed.
38
The second phase consisted of the identification of
additional leadership skills needed. This phase involved
administering of the questionnaire to a sample of the
population of project leaders who had gone through the
Bureau's training program. Standard validity and
reliability checks were administered through content
validity. The questionnaire not only included information
on the ranking of the level of skill/knowledge but also
that of the level of interest. It also included a section
on personal data such as position, district, area, and
educational qualification.
Fifty of the questionnaires were sent to the rural
areas, and 50 were administered to women in Harare at the
Zimbabwe Women's Bureau training center who had come to
attend a conference. The women came from all the
districts tested. The questionnaires mailed to the rural
areas included a stamped return envelope.
Data Analysis
Examination of the data from Phases 1 and 2 assessed
the areas of concern of the Bureau and those of the
project leaders in terms of what skill areas were seen as
important by the project leaders and what the Bureau is
currently emphasizing. The two phases were contrasted in
order to determine if there was a difference in skills
between the two.
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From Likert-type Scale (see Figure 2 for the outline
of skill areas and ranking format), each skill had to be
ranked in two parts. The first part was the ranking of
the level of knowledge in the particular skill area. In
the second part, the respondent had to rank the level of
interest in the particular skill area.
According to these ranks, the data was then analyzed
to test the hypothesis and answer the questions raised for
this study. The SPSS Statistical program was used to
analyze the descriptive data. From this analysis,
determination of the skill areas to be considered as
additional skills to training were then carried out.
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For each of the items below, 1) mark degree of your skill/knowledge in the
area ranging from a 5 which indicates a high degree of skill in the area, to a
1 which indicates a low degree of skill/knowledge in the area. Repeat the
same for 2) where you mark the appropriate level of interest in obtaining

























5 4 3 2 1
1. Problem Solving -
demonstrates ability to seek out relevant
data and analyze complex information that
determine the Important elements of a
problem situation.
2. Organizational Ability -
demonstrates ability to plan, schedule
and control the work of others, uses
resources in an optimum fashion.
3. Decisiveness -
demonstrates ability to recognize when a




demonstrates ability to Identify needs and
Betting priorities, ability to reach
logical conclusions and make high quality
decisions based on available information.
5. Leadership -
Recognizes when a group requires direc¬
tion, gets others Involved in solving
problems, effectively interacts with
group and guide them to the accomplishment
of a task.
6. Sensitivity -
Perceives the needs, concerns and personal
problems of others and objectively guide
them to alternative solutions.
7. Stress Tolerance -
Demonstrates ability to operate
and function under unfavorable
conditions.
8. Written Communication -
Demonstrates ability to articulate
thoughts on paper.
9. Oral Communication -
Demonstrates ability to articulate
thoughts in a group setting.
9. Personal Motivation -
Demonstrates ability to get casks
accomplished at own initiative,
displaying enthusiasm and satisfaction.
10. Economic Theory -
P.ecognlzes the various forces in the
market place and the economy, alternatives
to. gvt. funding sources.
11. Managing Rural Enterprise -
Demonstrates knowledge of agriculture,
small business, handicrafts and adult
education approaches.
12. Human Resources Management -
Demonstrates an understanding of Che
cultural makeup of the people, information
on development and staff development.
13. Management of other Resources -
Demonstrates knowledge of appropriate
technology, machinery maintenance.
14. Government Relationships -




This chapter will be written as follows. Firstly,
the results from the determination of data in Phase 1 will
be given, that is, the data from the Bureau training
materials reflecting current skills training. Secondly,
the results of the questionnaire administered to
respondents will be given which will include testing the
hypothesis and answering the questions raised by the
study. Appropriate tables will be given. Finally, a
comparison of the results of Phase 1 and Phase 2 will be
given to identify the additional leadership skills needed
by the Zimbabwe Women's Bureau leadership training program.
Current Skills Focus of the ZWB
Upon review of various materials by the Zimbabwe
Women's Bureau that pertain to their leadership training
program, the following skills were stated as the ones that
the Bureau is currently focusing on: (a) Communication,
(b) Marketing, (c) Planning, (d) Budgeting (time, labour,
materials) , (e) Maintenance of equipment, machinery and
vehicles, (f) Monitoring and Evaluation, (g) Adult
Education approaches, (h) Use of equipment and machinery.
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(i) Public Speaking, (j) Management, (k) Basic skills in
literacy (reading, writing, and arithmetic), (1) Basic
skills in sewing and baking, and (m) Agriculture.
Results of Questionnaire
Of the 100 questionnaires distributed for response,
65 responded. This was considered a good enough response
upon which data analysis could be conducted. The analysis
yielded the following results. The results are arranged
in three parts. These are (a) Frequency Distributions
according to Personal Data, (b) Frequency Distributions
according to Skill Areas, and (c) Crosstabulations of
Skill Areas and Personal Data.
After running the data from the questionnaire using
the SPSS program, the' frequency distributions yielded the
following results pertaining to personal data. The
personal data segment of the questionnaire taped for the
following information; (a) current position of
respondent, (b) current district of residence, (c) current
area of residence (urban or rural) , and (d) level of
educational qualification (elementary, secondary,
technical, college, and other).
This data was considered important, especially in
helping to answer the questions raised for this study,
through establishing relationships between the skills and
the above variables. These variables were then considered
the independent variables, with the skill areas as the
dependent variables.
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The frequency distributions which measured the level
of participation on each variable by the respondents
yielded the following results.
Positions. There were five codings assigned to
positions after the data was collected. These codings
were;
1. This was assigned to all those who have gone
through the leadership training program and are currently
working as field workers, trainers, and project officers.
2. This was assigned to all those who have gone
through the leadership training program and are now
working as treasurer's of various projects.
3. This was assigned to all those who have gone
through the leadership training program and who are
currently working as chairwomen.
4. This was assigned to all those who have gone
through the training program and who are now working as
secretaries.
5. This was assigned to all those who have going
through the training program and who are serving on
various comiiiittees.
The results of their composition in terms of the
codings according to the frequency distribution are
presented in Table 1.
From Table 1, it can be clearly seen that the
majority of the respondents who participated are those who
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Table 1








Field Workers 25 38.5 38.5
Treasurers 1 1.5 40.0
Chairwomen 9 13.8 53.8
Secretaries 9 32.3 67.7
Other 21 32.3 100.0
Total 65 100.0
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have gone through the training program and who are
currently working as field workers, trainers and project
officers. The second significant group are those women
who have gone through the training program and are now
serving on various committees. It was difficult to
determine the nature of their work, and wether or not they
worked in other positions beside serving on the committees.
Districts. There were six district codings assigned
using those currently used in Zimbabwe. For a geographic
representation, see Figure 1 showing the districts and the
areas covered by the study. The codings were as follows;
(a) Manicaland, covers the eastern region; (b) Mashonaland
North, covers the north and parts of the northeast and
northwest regions; (c) Mashonaland South, covers mostly
the central region; (d) Victoria, covers the southeast
region; (e) Matabeleland South, covers the south and some
of the southwest region; and (f) Matabeleland North,
covers the southwest and the western region of the country.
Table 2 presents the results obtained from the coded
responses, reflecting the level of the districts'
participation in the study.
From Table 2, it can be seen that the rate of
response from Mashonaland South was higher than from any
other district, with a absolute frequency of 23.
Participation from Manicaland (11), Matabeleland South
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Table 2








Manicaland 11 16.9 16.9
Mashonaland North 7 10.8 27.7
Mashonaland South 23 35.4 63.1
Victoria 9 13.8 76.9
Matabeleland South 10 15.4 92.3
Matabeleland North 5 7.7 100.0
Total 65 100.0
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(10) , and Victoria (9) was about average. There was low
participation from Mashonaland North (7) , and Matabeleland
North (5). Again, it is difficult from the data to
ascertain the reasons for the poor participation in some
districts and the high participation in other districts.
Areas. This data was coded according to two areas.
These codings were as follows:
1. Rural, this represented all areas outside those
considered major commercial and government centers.
Population was not a major factor.
2. Urban, this represented all cities, towns and
centers of major commercial and government interest (see
Figure 1, depicting the rural and urban areas).
Table 3 presents the results obtained from the coded
responses in terms of area participation in the study.
Table 3








Rural 53 81.5 81.5
Urban 7 18.5 100.0
Total 65 100.0
From the Table 3, it can be seen that the majority of
the respondents live in the rural areas, with an absolute
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frequency of 53, with the urban areas at only 12. This
result is consistent with the fact that the rural areas
are where the focus of the Bureau programs are aimed at to
better the lot of the rural women.
Educational qualification. The data pertaining to
responses on educational qualification was coded according
to the following categories.
1. Elementary, those who have had formal education
reaching any where between the first and seventh grade.
2. Secondary, those who have completed elementary
and have had some secondary or completed secondary
education.
3. Technical, those who have done some short courses
ranging from a few months to at least two years in some
technical area.
4. College, those who have earned a four-year
college degree in what ever area of interest.
5. Other, those who have had additional training not
covered by the above categories. Respondents in this
category indicated here such additional training as social
group work, community development and trainers leadership
courses taken in other countries such as Kenya
(International Women's Institute), Israel (Mount Camel
International Training Center), India and locally at Ranch
House in Harare
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Table 4 presents the results yielded from the coded
responses in terms of educational qualification in the
study.
From Table 4, it can be seen that the overwhelming
majority of the respondents had only elementary education,
with an absolute frequency of 36 respondents. They were
followed by those who had college education at 12
respondents, then by those with secondary and other
additional education respectively at 7 respondents. The
lowest were those with technical education with 3
respondents.
In summation, therefore, the frequency distributions
on personal data reveal the following picture about the
participants in the Zimbabwe Women's Bureau leadership
training program. Firstly, the majority of the women who
responded work as field workers, trainers, and project
officers. Secondly, participation in the study was high
among those women leaders residing in Mashonaland South.
Participation among those women residing in Manicaland,
and Matabeleland South was substantial though they were
not as high as in Mashonaland South. Participation was
low in Mashonaland North and Matabeleland North. Thirdly,
the majority of the women reside and work in the rural
areas. Lastly, the majority of the women have only gone
as far as elementary school in formal education. Very few
have had secondary or technical training at all. A few
have had college training.
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Elementary 36 55.4 55.4
Secondary 7 10.8 66.2
Technical 3 4.6 70.8
College 12 18.5 89.2
Other 7 10.8 10 0.0
Total 65 100.0
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The implications of the above are many, and it is not
the intention of the writer to fully examine these
implications and the recommendations that come to mind at




Frequency distributions were also utilized to find
the means of each skill area. The skills were than ranked
according to numerical order from skill ranked closest to
5 (high) to 1 (low). Three point five was considered the
cut-off point between high and low ranking.
Table 5 presents the results yielded in each of the
skill areas according to (a) level of knowledge/skill and
(b) level of interest in training.
Table 6 presents the skill areas according to level
of knowledge/skill and their ranking order. From Table 6,
it can be seen that most of the skills were ranked below
3.5. Oral communication, leadership, government
relations, personal motivation, managing rural
enterprises, and written communication were ranked above
3.5. The respondents are saying here that they do have
some knowledge in the above skill areas. The results also
indicate that the respondents have some but little
knowledge in human resource management, decisiveness,
organizational ability, judgment, sensitivity, stress
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Table 5






Problem Solving 3.230 4.320





Stress Tolerance 3.277 3.938
Written Communication 3.662 4.077
Oral Communication 3.815 4.015
Personal Motivation 3.700 4.090
Economic Theory 2.877 3.938
Management Rural Enterprise 3.677 4.215
Human Resources Management 3.492 4.015
Management of Other Resources 2.754 3.862
Government Relationships 3.785 4.338
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Table 6
Means According to Knowledge
Skill Area Mean
1. Oral Conununication 3.815
2. Leadership 3.800
3. Government Relationships 3.785
4. Personal Motivation 3.700
5. Managing Rural Enterprise 3.677
6. Written Communication 3.662
7. Human Resources Management 3.492
8. Decisiveness 3.490
9. Organizational Ability 3.470
10. Judgment 3.400
11. Sensitivity 3.380
12. Stress Tolerance 3.277
13. Problem Solving 3.230
14. Economic Theory 2.877
15. Management of Other Resources 2.754
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tolerance, problem solving, economic theory, and
management of other resources. Its interesting that these
skills should be ranked as they are here, because it
definitely supports the literature citations on what is
lacking in women's training programs for leadership in
development projects. For example, use of appropriate
technology and its management is crucial in rural
development. However, it is not readily available; and
when it is, women are not adequately trained to work and
manage it. Other areas such as economic theory, problem
solving and stress tolerance are also areas of little
skill and knowledge which are in line with the literature
as well.
Table 7 presents the ranked skill areas according to
level of interest in training. Using the cut-off point of
3.5, all the skills are ranked as significant. According
to the respondents, all skill areas are considered
significant enough for additional training. The level of
interest in training is definitely higher on all skill
areas as compared to the level of knowledge.
Leadership, government relations, managing rural
enterprises were ranked above 3.5 in both knowledge/skill
level and level of interest in training. This can be
indicative of the fact that these areas are thought to be
important and even though there might be some knowledge
the respondents feel further knowledge/training is still
needed indicating their significance.
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Table 7
Means According to Level of Interest in Training
Skill Area Mean
1. Organizational Ability 4.350
2. Leadership 4.350
3. Government Relations 4.338
4. Problem Solving 4.320
5. Managing Rural Enterprise 4.215
6. Decisiveness 4.138
7. Judgment 4.092
8. Personal Motivation 4.090
9. Written Communication 4.077
10. Sensitivity 4.046
11. Oral Communication 4.015
12. Human Resources Management 4.015
13. Stress Tolerance 3.938
14. Economic Theory 3.938
15. Management of Other Resources 3.862
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Stress tolerance, economic theory and management of
other resources were rated lower to level of knowledge and
level of interest in training, even though there was an
overall increase in rating in these skill areas.
Cross-Tabulations of Skill Areas and Personal Data
Tables 8-10 represent the results derived by use of
the SPSS SUBPROGRAM CROSSTABS, which shows relationships
between the skill areas in the level of interest, and the
four variables identified in the personal data file in
position, district, area and educational qualification.
The data is tested at the .05 level of significance with
29 degress of freedom. In Table 8, the relationship
between interest in training and position indicated
significant chi-square. All skills indicated a
significant chi-square except for stress tolerance.
According to the districts (see Table 9) , the chi-
square values indicated that oral communications, personal
motivation, management of rural enterprise and were
indicated as significant skills that require additional
training.
Table 10 presented all the chi-square values
ascending to educational level the skills that were
significant in the level of skill/knowledge were problem
solving, written communication, personal motivation,
economic theory, management of rural enterprise, human




in Training and Position
(Knowledge/Skill) (Interest)
Problem Solving .0049 .0000





Stress Tolerance .5819 .0716
Written Communication .0176 .0010
Oral Communication .0000 .0000
Personal Motivation .0075 .0055
Economic Theory .0000 .0005
Managing Rural Enterprise .0098 .0081
Human Resource Management .0931 .0063
Management of Other Resources .0133 .0034




in Training and District
(Knowledge/Skill) (Interest)
Problem Solving .0100 .3443





Stress Tolerance .3305 .0440
Written Communication .0544 .1180
Oral Communication .3424 .0087
Personal Motivation .3847 .0141
Economic Theory .0448 .6404
Managing Rural Enterprise .0542 .0166
Human Resource Management .5059 .4434
Management of Other Resources .1791 .3224
Government Relations .3953 .6904
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Table 10
Chi-Square Values According to
Educational Qutification
(Knowledge/Skill) (Interest)
Problem Solving .0306 .0035





Stress Tolerance .6709 .0053
Written Communication .0259 .0116
Oral Communication .1135 .0011
Personal Motivation .0052 .0016
Economic Theory .0002 .0034
Managing Rural Enterprise .0085 .0000
Human Resource Management .0186 .0502
Management of Other Resources .0515 .0512
Government Relations .0165 .2357
61
relations. The only skill considered insignificant in
interest for training was government relations. The rest
had significant chi-square values.
The results in Table 11 yielded the cross-tabulations
as an insignificant chi-square values to the skill areas
in both level of knowledge and in interest. The only
skill area that had a significant chi-square in the level
of interest was economic theory.
After having analyzed the data using frequency
distributions and chi-square values, we can now move on to
the next stage in carrying out the purpose of this study,
that is, in identifying additional leadership skills
needed by the Zimbabwe Women's Bureau. In order to do
this, the questions raised for the study will be
addressed. Finally, a comparison of the skills identified
in this study as significant with the current skills of
the Bureau will be carried out to identify the additional
skills needed by the Zimbabwe Women's Bureau.
At the beginning of this study, the following problem
was identified, that is, the identification of additional
leadership skills needed by the Zimbabwe Women's Bureau.
The following questions were raised and upon testing the
results were as follows:
Question 1. What is the typical educational
background of most of the women leaders?
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Table 11
Cross-Tabulations According to Area
(Knowledge/Skill) (Interest)
Problem Solving .4960 .4487





Stress Tolerance .5431 .5459
Written Communication .3599 .2029
Oral Communication .3416 .3733
Personal Motivation .0788 .4725
Economic Theory .1101 .0390
Managing Rural Enterprise .3522 .0887
Human Resource Management .9406 .2253
Management of Other Resources .1448 .0992
Government Relations .1692 .5738
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The majority of the women have an elementary
education background. A few have secondary education and
some technical training. A slightly larger number have
college education. Despite their backgrounds, the
majority of these women do have some other training in
such areas as community development, adult education, and
leadership training.
Question 2. What are the most highly ranked skill
areas in the level of interest in training?
According to the frequency distributions, the
following skills were ranked high (a mean above 4.00) ;
(a) organizational ability, (b) leadership, (c) government
relations, (d) problem solving, (e) managing rural
enterprise, (f) decisiveness, (g) judgement, (h) personal
motivation, (i) written communication, (j) sensitivity,
(k) oral communication, (i) human resource management, (m)
stress tolerance, (n) economic theory, and (o) management
of other resources.
Question 3. What are the lowest ranked skill areas
in the level of interest for training?
All skill areas were ranked above 3.5. There were no
skills ranked below.
Question 4. Is there a relationship between the
level of (a) education, (b) district, (c) area, (d)
position and the level of interest in training?
1. When educational level was tested against the
level of interest in training, there was a positive
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relationship indicated. The chi-square values indicated
an increase in rating from the level of knowledge to the
level of interest. Hie skills that showed significant
chi-squares were; (a) problem solving, (b) organizational
ability, (c) decisiveness, (d) judgement, (e) sensitivity,
(f) stress tolerance, (g) written communication, (h) oral
communication, (i) personal motivation, (j) economic
theory, (k) managing rural enterprise, (1) human resource
management, and (m) management of other resources. In
essence, all skills were considered significant except for
government relations.
2. The relationship indicated when the variable
district was tested against the level of interest in
training was generally negative, is that there was a
decrease in the level of interest except for the following
skills which showed a significant chi-square value; (a)
stress tolerance, (b) personal motivation, (c) managing
rural enterprises, and (d) oral communication.
3. When tested against the level of interest in
training, areas showed an increase in interest in some
skills and a decrease in others. The only skill with a
significant chi-square, however, was economic theory.
4. When tested against the level of interest in
training, the variable position showed a positive increase
in skill areas in the level of interest. The following
had significant chi-squares; (a) problem solving, (b)
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organizational ability, (c) decisiveness, (d) judgement,
(e) leadership, (f) sensitivity, (g) written communi¬
cation, (h) oral communication, (i) personal motivation,
(j) economic theory, (k) managing rural enterprises, (1)
human resource management, (m) management of other
resources, and (n) government relationship (i.e., all
except stress tolerance),
Some of the skill areas are common in both the tested
skills and the current skills taught by the ZWB. These
skill areas: communication (written and oral); maintenance
of equipment; uses of equipment and machinery (same here
as management of other resources) . The fact that these
common skills were still considered significant implies
that the respondents feel there is need for training in
these areas.
In summary, therefore, it can be concluded that the
area of skills the ZWB is already teaching need to focus
also on all the skill areas identified in this study.
However, they need to take into consideration the
implications of the specific skill areas identified when
the level of interest is tested against the four personal
data variables.
Determination of Additional Skills Needed
by the ZWB (Zimbabwe Women's Bureau)
Leadership Training Program
Looking at the above, the skills considered signi¬
ficant in interest in training according to position and
education level combined were the following: (a) problem
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solving, (b) organizational ability, (c) decisiveness, (d)
jugement, (e) leadership, (f) sensitivity, (g) stress
tolerance, (h) written conununication, (i) oral communi¬
cation, (j) personal motivation, (k) economic theory, (1)
managing rural enterprises, (m) human resource management,
(n) management of other resources, and (o) government
relations,
The areas considered significant in interest
according to area and district were; (a) stress tolerance,
(b) personal motivation, (c) management of rural
enterprises, (d) oral communication, and (e) economic
theory.
The following are areas of skill currently being
taught by the ZWB; (a) communication, (b) marketing, (c)
planning, (d) budgeting, (e) maintenance, (f) monitoring
and evaluation, (g) adult education, (h) uses of equipment
and machinery, (i) public speaking, (j) management, (k)
basic skills in literacy, (1) basic skills in sewing and
baking, and (m) agriculture.
In conclusion, according to the findings of the
study, all the skill areas tested should be included in
the training program. The results clearly show that the
level of interest in all skill areas is above the average
(3.5). Upon comparison with the skills, the Bureau is
currently focusing on, the skills tested do not overlap
with those tested in the study. In fact, the skills
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tested in the study should enhance the already existing
leadership training program. The skills tested have been
considered significant by the women leaders working with
the Bureau itself. Therefore, the Bureau is encouraged to
add these skills to current training program.
Diagrams 2 and 3 give a clearer picture of the skill
rankings. In Diagram 2, for instance, the positions of
the skills according to the two levels reveal that even
though all skills were ranked above 3.5 in the level of
interest in training, only 6 of the total 15 were ranked
above 3.5 in level of knowledge. These were oral
communication, leadership, government relations, personal
motivation, managing rural enterprises, and written
communication. On the other hand, organizational ability,
problem solving, personal motivation, decisiveness, and
judgment were ranked below 3.5 in knowledge and above 3.5
in interest in training.
The implications of this information is of importance
to any curriculum plan that the Bureau wishes to put into
action. This same rationale applies to the findings as
depicted in Diagram 3. Here the skill areas which the
women leaders considered significant when level of
interest was crosstabulated with the personal data
variables of position, district, area, and educational
level. Here the information from the data indicated that
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Diagram 2. Position of skills according to levels at the 3.5 point.
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Diagram 3. Significant skill
personal data variables.
areas according to level of interest in training and
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variable. According to position, therefore, all areas are
significant except stress tolerance. According to
district, it is oral communication, personal motivation,
management of rural enterprises, and stress tolerance.
Economic theory is the only significant skill according to
area. Again, all skill areas are significant according to
educational level except government relations. The
reasons as to these exceptions when the skill areas are
crosstabulated are beyond the units of this research.
However, the implications are still of use to the Bureau
in its planning of a viable leadership training program.
Furthermore, the information from this data does point to
specific areas of emphasis in terms of the skills training
needs.
Besides focusing on its current leadership training
program, the Bureau is encouraged to include all 15 skill
areas as tested in this study. The information stated in
the preceding paragraphs should be taken into
consideration, as it might help to point to specific areas
of emphasis.
Chapter 5
Implications, Recommendations and Conclusions
The study and its subsequent findings have given rise
to the following implications, recommendations and
conclusions. These will be of value not only to the
Zimbabwe Women's Bureau but to all individuals and groups
involved in the process of integrating women in economic,
political, and social developments, especially in
developing countries. Since the main thrust of the study
was on identifying leadership skills to be added to an
already existing training program, the following will be
of great significance, to educators and administrators
involved in the training process of not only women, but
all those wanting to enhance their skills in what ever
area.
Implications
Implications from the study are as follows:
1. The fact that there was high participation from
Mashonaland South relative to the other districts, with
Mashonaland North and Matabeleland North showing such low
participation implies that the Bureau could be more in
touch with those leaders in Mashonaland South than in
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other districts. The reasons for this could be many, but
one of the facts could be that the Bureau headquarters are
located in Mashonaland South, giving the women in
Mashonaland South an advantage as far as access to
information to and from the Bureau.
2. The fact that the majority of the women leaders
reside in the rural areas implies that the focus of the
Bureau's work, mainly with rural women, is being carried
out.
3. The implications of the fact that the majority of
the women leaders only have elementary education, and
given their tasks and responsibilities are that something
needs to be done to encourage women with higher education
to become leaders' development projects. As women in
Zimbabwe are taking on greater societal responsibilities,
they need to have access to higher education.
4. The rural development projects in Zimbabwe by the
Bureau are facing the same problems as other women's
projects in other developing countries. Clearly from the
comparison of means in levels of interest, it can be seen
that the same skill areas indicated as lacking in women in
rural development projects in the literature review
section are the same as indicated here. These are
organizational ability, leadership, problem solving,
decisiveness and judgment. The implications of this are
that, once again, it has been confirmed that there are
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certain skills needed in rural development projects in
order to make them more effective.
5. A comparison of the means for level of skill/
knowleoge and level of interest indicates some skill areas
which are rated above average (3.5) in both categories.
These are leadership, government relations, personal
motivation, managing rural enterprises, written
communication, and oral communication. Even though the
means of level of knowledge was lower on all skill areas
than the level of interest in training, the implication of
this fact is that in the above skills the respondents had
at least an average level of knowledge and skill. They
still rated them as important in the level of interest in
training, implying that even though they have adequate
skill/knowledge they still consider these skills important
enough to want additional knowledge/training in these
skills.
6. Stress tolerance, economic theory, and management
of other resources were rated low in both categories by
means, even though they were rated above average in level
of interest in training. The implications of this is that
these areas were considered significant by the respondents.
7. Across the board, all educational levels indicate
there is a high degree of interest in training in the
given skills except for government relations. The reason
why there could be this unanimous interest is significant
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for the whole educational process. It indicates a high
interest for learning, in being educated or trained
regardless of what educational qualification the women
already have. Even though there has been indicated some
level of knowledge/skill in certain areas, the desire to
learn in those areas is significant. The fact that
government relations were considered not significant
implies there could be lack of direct interaction between
the women or government officials.
8. Even though stess tolerance, economic theory and
management of other resources were rated lower, other
skills in the frequency distributors in both level of
knowledge/skill and level of interest, they did show an
increase in rating. The implications of this are that
there is interest in these areas, but the women might not
have a knowledge base or skill in these areas. This was
indicated later in the crosstabulations which sought a
relationship between the skill areas and the personal data
variables. According to these results, when the skills
were tested against the variables area and district,
stress tolerance was among those skills considered
significant.
9. When Questions 2-4 from the study were answered
in the previous chapter, different skills were emphasized
as significant, first according to means, then according
to the crosstabulations in each part. Nonetheless, all
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skills can be considered significant since the results
from the frequency distributions and from the cross¬
tabulations complement each other. The cross-tabulations
results, which look at the specific skills identified in
the level of interest in training according to position,
district, area, and educational level, merely highlight
skill needs in areas that might otherwise have been
overlooked. For example, the fact that there was high
participation from Mashonaland South relative to the other
districts, with Mashonaland North and Matabeleland North
showing such low participation implies that the Bureau
could be more in touch with those leaders in Mashonaland
South than in other districts. The above implies that
there are various skills which serve the different
concerns of the women according to the educational levels,
the district, the area and the position. The implication
is far-reaching for the Bureau.
11. The fact that stress tolerance, oral communi¬
cation, personal motivation, and management of rural
enterprise were considered especially important in the
districts, and sensitivity and economic theory in the
rural areas indicates that this is where the work is
actually taking place and the skills indicated above point
to what could be the hardships encountered by the project
leaders/field workers in carrying out their work.
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Reconunendations
According to the results, skills such as stress
tolerance, oral conununication, and sensitivity have been
rated high in interest for training. Further, it has been
implied that the above fact could indicate certain
unidentified hardships being encountered by the
respondents in carrying out their jobs. It is therefore
recommended that;
1. The Bureau needs to become more aware of the
stress that could be encountered by its field workers.
The Bureau could then better prepare them by providing
additional help in such areas as stress tolerance,
sensivity, oral communication and personal motivation. As
an example of how stress could occur is where a field
worker has poor oral communication with the women who are
working on a project. This may create stress in a leader
which in turn leads to lowered stress tolerance and
sensitivity and that in turn could lower personal
motivation.
2. A new curriculum could be devised which
incorporate the current and additional skills identified.
3. Training programs for leaders in women's
development projects need to take into consideration the
cultural, social and societal variables within which the
trainees will be operating.
4. Educators can use the statistics reflecting the
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educational levels of women leaders to determine what
should be done nationwide to increase access to education.
5. According to the skills identified as significant
overall and specifically those indicated when the level of
interest is tested against educational level, district
areas and position, the Bureau is urged to identify more,
and what can be best done to incorporate them in the
current training program.
Recommendations from the personal data and their
implications are:
6. The high participation in Mashonaland South and
lower participation in the other districts, especially
Mashonaland North and Matabeleland North, implies some
communication problem which could be corrected by the
Bureau looking into it, and coming up with ways of
increasing their contacts with the women leaders in those
districts. The headquarters for the Bureau is located in
Mashonaland South, so the women leaders there have easier
access and contact with the Bureau.
7. Since the Bureau is currently focusing attention
on the rural women. as indicated by the number of women
leaders they assign there. the Bureau could also focus
some attention on the urban poor women as well.
Assessment of areas of success could be transferred from
the rural to the urban.
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8. The Bureau, in addition to the leadership
training program and other training programs they have,
could ensure that education above the elementary level is
made accessible to women and young girls as well. This
could involve working in conjunction with the Ministry of
Education. The education of women is also vital to the
development of the country as a whole.
9 . Organizational ability, problem solving, decisive¬
ness, and judgment should be given priority as areas of
skill requiring training.
10. Specific areas of emphasis in training in the
following skills should be identified to enable the
trainees beneficial additional training in these skills.
These skills are leadership, government relations,
personal motivation, managing rural enterprises, written
communication, and oral communication.
Conclusions
With recent developments, women in the Africa and
other parts of the developing world are not only seen as
mothers, wives or sisters, but also as viable producers
distributers and consumers (Steady, 1983). This newly
perceived role does not stray much from the role African
women have traditionally played within their societies.
Women in Africa have joined together for centuries in
organizations whose goals ranged from the narrowly
economic to the broadly social and political.' Probably
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most common are those associations surrounding commerce
(Bay & Haskins, 1983).
With the coming of colonialism, Africa women were
called upon to do more work than before as each household
and each community struggled to regain its balance
following significant losses of its male labor to the new
waged sector (Wilson, 1985). World War II also brought an
increase in taxes to African villages and outmigration to
wage earning opportunities in the colonial contents,
further exacanbating the plight of the African women by
leaving them to run the homestead without their men and to
oversee most farming activities. Due to the biases of the
educational system created during the colonial era, women,
especially in the rural areas, did not have access to
information to enable them to participate in the
development of their countries fully, especially in their
new role as sole producers in agriculture. The
post-colonial era has seen some changes in this neglect.
However, with the knowledge of the importance of African
women currently in agriculture and the threat of food
shortages, all over Africa it is imperative that this role
be taken seriously and means be provided to make it as
viable as possible.
As stated earlier, women have always formed
organizations within which they carried out different
responsibilities to themselves, their families, and the
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coimnunity at large. Today, these organizations are being
recognized as viable resources. Governments have
sponsored and created some of these organizations, but a
large number are still nongovernmental. Through the
recognition of strengthening of these organizations,
greater access has been provided to women in terms of
information on various issues of interest, such as donors,
development projects in other countries, and training
opportunities. Training and the education of women has
again and again been cited as essential to the success of
women's projects and participation in the development
process. Nana Shisebe (1985) of South Africa, writing for
the African Development Foundation, suggested this need:
What is needed now is financial support and
training for African women to enable them to
contribute more fully in the development of all
sections in their societies. (p. 8)
Shisebe (1985) further contended that:
There is a need for education and technical
skills in all sections. . . . Including
agriculture, health, small business development
and in the physical and social sciences. (p. 7)
Though the need for education and training has been
cited enumerable times, little has done in determining
what leadershipo skills would be most significant for
leaders of women's projects. Leadership has been cited as
significant to the outcome of any major undertakings
involving the productivity of human and material resources
(Hoy & Mishel, 1981) . The purpose of this study was not
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to look at leadership in theory, but using current
literature on leadership skills needed to make the leaders
function more effective. The study identified additional
skills that would be needed by an organization involved in
development projects, such as the Zimbabwe Women's Bureau
to make it more viable.
From the results of the study, it is clear, first of
all, that women want to learn/be educated in leadership
skills, such as those stated. Secondly, the skills
training needs to be tailored toward the social, cultural
and special needs of the area and women where the projects
are to take place. The bottom line is that women want to
learn, despite their different roles in their organi¬
zations .
Development of any kind, wheather in an organization
or a country, implies progress, continuity, and building
new things upon the old. This presupposes that new goals
take place and new skills to accomplish those goals. The
ZWB, like other organizations, has set goals for itself
which it hopes to accomplish, specifically to its
leadership training program. This study has attempted to
identify the additional leadership skills that would be
needed. Hopefully, it has accomplished that task. If
not, then it is left to other researchers to use this
study as a guide for further inquiry into the area.
The study, however, has revealed that the women
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leaders place significance on skill training, in this case
on the 15 skill areas tested for this study. These skill
areas (e.g., problem solving, organizational ability, and
leadership) are skills that have been identified in other
findings as being skill that a leader should have. The
fact that the women leaders of the Zimbabwe Women's Bureau
consider these skills as significant places even more
importance on the overall viability of these skills.
Further study, however, can always be done.
From this study, further inquiry can be made into
other skills that would be needed besides leadership
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